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I. INTRODUCTION 
The City of Hamilton and the Region of Hamilton-Wentworth, through a 
joint request for proposal, selected Currie, Coopers & Lybrand (CC&L) to 


assist in developing fair, equitable salary ranges for non-union staff. 


The purpose of the study was to develop salary ranges which: 


e will allow the City and the Region to attract and retain qualified 


employees in their non-union positions; 
e are the same for both the Region and the City; 


e ensure that jobs in the City of similar value to jobs in the Region 


are paid within the same salary range; and 
« ensure that there is equal pay for work of equal value. 


Both the City and the Region had salary studies conducted about 8 and 10 
years ago, respectively. Over the last five years, jobs have changed and 
there have been several organization changes. There have also been 
changes in the supply and demand for various occupations which have 


affected market salaries. This study also addresses these factors. 


The study began in October, 1984, and comprised the following tasks: 


e job data collected through detailed questionnaires; 
e jobs evaluated by a job evaluation committee; 
s a salary and compensation survey conducted to determine the salary 


markets; and 


& salary ranges developed to ensure that the City and the Region can 


continue to attract and keep qualified employees. 


Currie, Coopers 
& Lybrand 


Digitized by the Internet Archive 
In 2023 with funding from 
Hamilton Public Library 


https://archive.org/details/reportrecommendi0Oham 


Robert J. McDowall was the consultant responsible for conducting and 
managing the study. Charles Taccone assisted in chairing the Job 
Evaluation Committee.and in conducting the compensation survey. 

Mes Jude Keyser, the partner-in-charge, assumed overall responsibility 


for this assignment. 


In this report, we describe how the study was carried out, and present 
the results of the evaluation process, the recommended salary ranges and 
compensation particulars, and our recommendations regarding 


implementation and administration procedures. 


II. CONDUCT OF THE STUDY 


At the outset of the study, it was recognized that, in dealing with job 
evaluation and salaries, management is touching on an extremely sensitive 
employee relations issue and, in order to ensure the confidence of 
employees in the results of the study, it would be necessary to 


demonstrate that: 


% a defensible, proven evaluation methodology was applied to 
e an accurate statement of job content in a 
« fair and objective manner. 


The following paragraphs describe, in detail, how the study was conducted 


and the steps taken to ensure that these criteria were met. 
Ae A JOB EVALUATION COMMITTEE WAS ESTABLISHED 


It was decided that the most senior management input to the job 


evaluation process was required 


@ to take into consideration job relationships between 


departments as well as within departments, and 
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e to represent all jobs equally in the evaluation process. 


Accordingly, an Evaluation Committee was formed which consisted of a 
“core group” of department heads, along with all other department 
heads who took part in the process when jobs in their respective 


departments were being evaluated. 
The “core group” consisted of: 
® Commissioner of Planning & Development, 


& Director of Personnel, 


® Regional Clerk, * 


e Commissioner of Social Services, 
w Commissioner of Engineering, 

e Director of Transportation, 

* Commissioner of Finance. 


Two staff members of the Personnel Department acted as Committee 
Secretaries and documented the factor-by-factor evaluation decisions 
for each jobe Either Mr. McDowall and/or Mr. Taccone acted as 


Committee Chairmen and were present at all Committee meetings. 


STAFF MEETINGS WERE HELD 


To explain the study and their involvement in it, several meetings 
were held with groups of about 30-40 staff. In each of these 
meetings, we reviewed the purpose of the study, the steps of the 
process and how each step would be carried out. We distributed and 
explained in detail how to complete the Job Information 


Questionnaire. 


Questions were answered and, as far as possible, we attempted to 


make employees confident in the process and fairness of the study. 


Currie,Coopers 


& Lybrand 


JOB DATA WERE COLLECTED 


Each employee completed a Job Information Questionnaire. The 
completed questionnaire, which was reviewed and approved by the 
incumbent's immediate supervisor, provided detailed data about each 
job. This questionnaire provided not only job description data, but 


also information on each factor of the Job Evaluation Plan. 


Completed questionnaires provide more data than are normally found 
in a job description and enable the employee to express his or her 


views on the various factors used in evaluating his or her job. 


Each completed questionnaire was reviewed by the consultants and, 
where further information was required, incumbents in the jobs or 


their respective supervisors were interviewed. 


The completed Job Information Questionnaires have been filed in the 
Personnel Department and are part of the documentation of this 


study. 


In addition, each department head was interviewed to obtain data 
about the jobs in his/her department, and about the organization and 


functions of the department. 


ALL JOBS WERE EVALUATED 


All jobs in this study were evaluated by both the core committee and 
the respective department heads of the jobs under consideration. 

The core group was present for all evaluations to ensure continuity 
while the other department heads rotated, being present only when 
jobs in their respective departments were evaluated, generally 
randomly selected along with jobs in the departments represented by 


the core group. 
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This evaluation process followed a one-day training session in job 
evaluation which was attended by all department heads. The 
evaluation process itself involved about 15 days of committee 


meetings. 


The Committee used the Currie, Coopers & Lybrand Universal Job 
Evaluation Plan to evaluate all jobs. This plan, which meets the 
criteria established by the Canadian Human Rights Commission for 
equal pay for work of equal value, has ten factors. These are shown 


in Appendix 1 of this report. 


Each job, after evaluation, has a point total which reflects its 
value to the Region of Hamilton-Wentworth, in relationship to the 


factors and other jobs. 
EVALUATION RESULTS WERE REVIEWED 


The results of the evaluation process, in the form of a first draft 
ladder chart, were reviewed by all the department heads during a 


one-day meeting. 


Several department heads expressed concern over the relationship of 
jobs in their respective departments with jobs in other 


departments. 


The consultants agreed, at the request of department heads and the 
core group, to review the respective concerns individually, with 
each department head and in meetings with the core group. This was 


done, but it added 14 consulting days to the agreed work plan. 


Eventually, general agreement was reached by all department heads. 
The core group, which was present for all evaluations, reviewed and 


approved the final ladder chart. 
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This ladder chart, with some exceptions noted later in this report, 
is attached as Appendix II, and shows the placement of jobs, by 


department, in salary grades. 


CONSULTANTS EVALUATED THE JOBS OF DEPARTMENT HEADS 


Using completed Job Information Questionnaires, knowledge gained 
from evaluating all other jobs and the documentation therefrom, 


the consultants then evaluated the department head positions. 


These and the resulting rank order were reviewed and approved by the 


Regional Co-ordinator. 


A SALARY SURVEY WAS CONDUCTED 


To obtain comparable salary data, we conducted a survey among 48 
other municipalities in the province. The participants in this 


survey are shown in Appendix III. 


Participants in the survey were asked to forward to us copies of 
their salary schedules and the placement in these schedules of their 
respective jobs. Data from this survey were entered into our 


computer and analyzed by two distinct methods. 


l. Job Content was Matched 
Most participating municipalities were either visited or 
telephoned to discuss the respective responsibilities and 
duties of potential job matches. While no job can be 
considered an exact match, some positions are quite similar. 
Care was taken to match responsibilities and duties, not merely 


job titles. 


The results of this matching process for generic jobs are shown 


in Appendix IV. 
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De Salary Structures Were Compared 


The maximum or job rate, whichever was applicable for each 
salary grade in each participating municipality, was entered in 
our computer. These data were then printed in graphic format 
to provide a “picture” of the salary structure which can be 


compared to the salary structures of other municipalities. 


Meaningful comparisons of the overall pay policy of each of the 
participating municipalities were made possible by 
standardizing both the horizontal axis: (salary levels) and the 
vertical axis (dollars paid) of the salary graphs. In all 
cases, the horizontal axis represented the particular salary 
levels, converted into a fixed scale, of the responding 
muncipality. The vertical axis represented dollars paid for 
the corresponding salary levels. The length of the vertical 


axis was also fixed to ensure inter-municipal comparability. 


A sample of this graphic presentation of the current salary 
structures for the Region of Hamilton-Wentworth is shown in 


Appendix V. 


The “+" points indicate the actual job rate for the current 
ascending salary grades, while the line is a line-of-best-fit 


through these points. The “x" axis is the ascending scale of 


the current salary structure while the “y” axis is dollars per 


yeare 


This survey and the methods of analysis provide a comparison of 


where the Region pays with respect to other minicipalities. 


Many other types of analysis of the survey data are possible. We 


would be pleased to discuss with your Personnel Department or 


Council any further analysis that may be required. 


Currie,Coopers 
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Although this survey and the analysis of the data were far more 
extensive than originally proposed, we felt it was necessary for the 
credibility of’ the results, and we will not charge more fees for 
this aspect of the study than was estimated in our original work 


plan. 


He CURRENT PAY WAS COMPARED TO OTHER MUNICIPALITIES AND THE PRIVATE 
SECTOR, AND A POLICY WAS RECOMMENDED. 


Data collected during the survey reflect 1984 salaries since 
the Region had, at the time of the survey, not made adjustments for 


1985. All comparisons, therefore, are based on 1984 data. 


In Appendix VI, we show graphic comparisons of the 1984 salary 
Structure of the Region of Hamilton-Wentworth with other similar 


municipalities. These charts, in summary, show: 


® in Appendix A that the Region of Hamilton-Wentworth is 
generally competitive although at the low end of pay when 


compared to regions of similar size and complexity; and 


6 in Appendix VI B that the 1984 salary structure of the City of 
Hamilton is generally similar to that of the Region of 
Hamilton-Wentworth; however, jobs in the upper middle to senior 


Management levels are paid higher in the City. 


Our data banks of salaries in the private manufacturing and service 
sectors indicate that, in general, the salary levels of the Region 
of Hamilton-Wentworth are competitive with the private sector for 


jobs of similar worth. 
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I. SALARY RANGES WERE DEVELOPED 


We developed 1984 salary ranges based on a competitive pay policy. 
It was our intention to adjust these ranges up by 4% which is what 
was done in many other municipalities for 1985. Just as we had 
completed these calculations, along with the estimated 
implementation costs, we were informed that Council had approved an 
increase of 4% for department heads and 44% for all other non-union 


staff. 


This required a re-calculation of our recommended 1985 salary 
ranges, cost estimates and implementation plans. This has been 
completed and we have further developed a salary range for 1986 to 
be implemented in January. The recommended salary ranges for 1986 


are shown in Appendix VII. 
J. WE PREPARED A REPORT 


This report was prepared outlining the steps of the study with our 


findings and recommendations for implementing them and maintaining 


the salary administration in the future. 


a RECOMMENDATIONS FOR IMPLEMENTING RECOMMENDED SALARY STRUCTURE 
We recommend that the Region of Hamilton-Wentworth maintain its current 
competitive pay policy, compared to other municipalities, but slightly 
increase the salary ranges for jobs that are paid higher in the City. We 
are recommending that the City decrease the pay for these jobs to meet 


the difference “half way”. 


We recommend that the 1986 salary ranges recommended in this report and 
shown in Appendix VII C be implemented on January 1, 1986. The ranges 


also include those jobs, which have been identified with an asterisk in 


Currie,Coopers 
& Lybrand . 


the Appendix II ladder chart, that are paid at a level above their 


evaluated worth because of the market for specific jobs. 


This will result in an implementation cost of 2.1% which excludes range 
increases of 4% for Department Heads and 44% for other non-union staff. 


It also includes probable step adjustments. 


To determine this cost, assumptions had to be made on which step each 
incumbent would be placed in the respective salary range for his or her 
job. For example, if the incumbent is at the current range maximum and 
still would be if there were no changes in 1986, but the maximum of the 
new recommended 1986 range is higher, we moved the incumbent to the step 
in the range that would provide an increase of about 4%. If this moved 
the incumbent back to step 3, then he or she will move up a step next 


year, assuming there is satisfactory performance. 


These were assumptions made for costing purposes only. We recommend that 
the department head review the performance of each incumbent and decide 
on his or her respective placement in the range. To assist with this 
task, after this report has been approved by Council, we will provide 
each department head with a list of jobs, incumbents and our assumptions 


about placement in the range in 1986. 


We further recommend that employees be moved to a step which will provide 


an increase closest to 4%. 


By implementing the recommended 1986 salary ranges, there will be some 
“red circled” employees in jobs that are currently paid at a level above 
the recommended range for the job. These will be identified to the 


department heads in the previously described list provided to each one. 


In the case of red circled employees, we recommend that incumbents be 
held at their current salary until the maximum of the range “catches up” 
and they are again placed in the appropriate step of the recommended 


range. 


Currie, Coopers 


& Lybrand 


ll. 


New hires in jobs which are red circled will be hired at the appropriate 


step of the recommended new range. 


IV. RECOMMENDED METHODS OF ADMINISTRATION OF THE SALARY PROGRAM 
Upon implementing this report, the Region of Hamilton-Wentworth will have 
a current salary administration program that meets the objectives of this 
study. To continue a fair, equitable salary program which enables the 
Region to attract and retain qualified employees, the program must be 
administered on an ongoing basis. This section outlines the methods to 


be used in this process. 
Ae COUNCIL DETERMINES SALARY ADMINISTRATION POLICY 


Council, through the Personnel Committee, determines and approves 
pay policies. When this report is approved by Council, it will 
establish both the policies and proceedures by which the Region 
administers salaries on an ongoing basis. It is vital that 
administrative staff recognize that, while there are specific 
functions in the salary administration program which specific staff 


carry out, Council determines policy. 


Council, through the Personnel Committee, has ownership of this 
report, and the schedules and proceedures outlined have both the 


limitations and flexibility approved by Council. 


The procedures and approval methods outlined in this report are for 
administrative and control purposes only and are designed to enforce 


the salary policies approved by the Personnel Committee and by 


Council. 
Bis THE JOB EVALUATION COMMITTEE IS RETAINED 


In a Region such as Hamilton-Wentworth, new jobs are created and the 


organization of departments changes, resulting in changed duties and 
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responsibilities of various jobs. We recommend that, as new jobs 
are created and current jobs undergo significant changes in duties 
and responsibilities, they be evaluated or re-evaluated by the core 
group and the respective department heads. This will ensure proper 


placement of the job in its respective salary range. 


We recommend that, each time a job is created or changed, a new Job 
Information Questionnaire be prepared by the supervisor and, if 
possible, by the incumbent. This completed and approved 
questionnaire is then forwarded to the Personnel Department and held 


for the next meeting of the Job Evaluation Committee. 


The Job Evaluation Committee, chaired by the Director of Personnel, 
will meet about four times per year, or every three months, to 
evaluate groups of new or changed jobs. Reference will be made to 
the documentation of similar jobs, and the input from salary surveys 
conducted by the Personnel Department will be examined to ensure a 


proper fit in the ladder chart, after the jobs have been evaluated. 


The Regional Co-ordinator will review and approve the 


recommendations of the Job Evaluation Committee. 


THE JOB EVALUATION PLAN IS CONFIDENTIAL 


We recommend that the job evaluation plan used to determine the 
worth of jobs be kept confidential for exclusive use of the core 
group and department heads during the evaluation process of the Job 
Evaluation Committee. If it is made public or available to all 
employees, it is often open to subjective interpretation. As the 
core group would agree, job evaluation is a comparative process and 
takes about 3 days to learn fully. If an employee evaluated his/her 
own job, it would be carried out in isolation and without the 


experience and comparative process required. 
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D. SALARY RANGES ARE ADJUSTED ANNUALLY 
As in the past, we recommend that Hamilton-Wentworth adjust its 


salary ranges annually. The amount of adjustment will be determined 


by a combination of: 


« negotiated settlements with the unions; 

e adjustments made by other municipalities; 

» salary surveys conducted by the Personnel Department; and 
6 advice from Currie, Coopers & Lybrand, when requested. 


These annual range adjustments will be recommended to, and approved 


by, Council. 
E. PLACEMENT OF INCUMBENTS IN THE SALARY RANGES 


Incumbents move from one step to another within the salary range, 
based on consistently acceptable performance over the previous year, 


until reaching the maximum of the range. 


This progress allows incumbents time to learn the job and acts as an 


incentive for good performance. 


ike Hiring New Employees 


The maximum of the range is the point which is competitive with 
other municipalities. Normally, therefore, with more senior 
positions, incumbents may be hired at the third or fourth step 


rather than at step 1 or 2. 


We recommend that the Personnel Director, with the approval of 


the Regional Co-ordinator, recommend to the respective 
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department head the appropriate step in which to place a new 
hire. 


Promotions 
When an employee is promoted to a new job, normally a pay raise 
is granted, and that job is in a pay grade one or sometimes two 


levels above the pay grade of his or her current job. 


We recommend that, when employees are promoted, the Personnel 
Director, with the approval of the Regional Co-ordinator, 
determine the appropriate step for placement in the salary 
range of the job to which the employee is being promoted. 
Normally, this is an increase of about 4% over the current pay 


of the employee. 


In this section, we have outlined recommended methods of 


administering the salary program on an ongoing basis. 


V. AN APPEAL PROCESS IS ESTABLISHED 


A pay study such as this often results in some employees feeling that 


their jobs were not “fairly” treated. Despite the precautions of: 
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employees providing job information, 


jobs being evaluated by a committee of department heads, 


the respective employee's department head being involved in the 


evaluation, 


several reviews by the evaluation committee, 


a review by the respective department head, and 
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e a review by the consultants, 
not all employees are satisfied. 


Since these employees need the opportunity to vent their respective 
concerns, and there are some cases where a review may be in order, we 
recommend that the following process be followed when an employee feels 


an appeal is warranted. 


l. The employee documents in a letter addressed to the Job Evaluation 
Committee why he or she feels the job should be re-examined. This 
letter should be approved by the respective department head and 
include further job data that may not have been included in the 


original Job Information Questionnaire. 


26 No appeals will be considered after 2 months following the 
employee's discussion with the respective department head or 
supervisor concerning the placement of the employee within the 


range. 


3. Appeals will cover only the evaluation of the job, not the placement 


of employees within a range. 


4. Appeals will be sent to the Personnel Department who will prepare 


the documents for the Job Evaluation Committee. 


50 Within 3 months of receiving the appeal letter from the employee, 
the Job Evaluation Committee, including the respective department 
head, will review each appeal, the original evaluation and the 


documentation, and re-evaluate the job, if warranted. 


The Job Evaluation Committee will prepare a brief report on its 
recommended disposition of each appeal for the review and approval 


of the Regional Co-ordinator. 
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The employee will be notified in writing about the decision of the 


Job Evaluation Committee. 


This appeal process is final and no further appeals will be 


considered. 


The consultant, if requested, will assist the Job Evaluation 


Committee with the appeal process. 


These rules for the appeal process will allow a fair review, for both the 


employee and the Region. 


Vis SOME 


OTHER RECOMMENDATIONS 


In a 


study such as this, several non-pay issues emerge. In this section, 


we outline some recommendations which do not involve pay issues 


directly. 


Ae 
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AN OPEN REPORT 


During meetings with employees, we stressed that the process and the 
results should not be secret. We stand by this statement and 
recommend that 10 copies of this report be available in the 
Personnel Department to loan to employees for a period of no more 


than one day. 


One copy will be available in the Personnel Department for employees 


to review without removing it from the Department. 
SOME JOB TITLES SHOULD BE CHANGED 
To provide consistency of job titles between salary grades and 


between the Region and the City, we recommend that all job titles be 


reviewed. 


17. 


This review will be carried out together by the respective Personnel 


Directors, with input from respective department heads from the City 


and the Region. . 


Recommendations for changes in job titles must be approved by the 


respective Chief Administrative Officer or Regional Co-ordinator. 
C. SALARY RANGES OF C.A.0.'S ARE CHANGING 


Recently there has been a trend by several municipalities, 

including Metro Toronto and Mississauga, to pay Chief Administrative 
Officers at salary levels of about $100,000 per annum. This salary 
is consistent with responsibilities for the job. Although generally 
in line, salaries for the CAO's in the City and Region are beginning 
to fall below the competitive rate. We recommend that these 
salaries be monitored and increased to reflect general market 


conditions over the next one to three years. 
D. SALARY RANGES CAN BE ADJUSTED TO REFLECT PAY FOR PERFORMANCE 


Some time in the future, Hamilton-Wentworth may wish to develop a 
merit pay program, based on objective performance appraisal of 


Start. 


The salary ranges we have developed can be modified to accommodate 


pay for performance. We would be pleased to review this method with 


the Personnel Director. 
E. BENEFITS ARE COMPETITIVE 


A review of benefits offered by the Region indicates that it is 
competitive with other municipalities. We recommend no changes in 


benefits. 
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THE PROPOSED FEDERAL BUDGET ALLOWS PENSION FLEXIBILITY 


Some employees expressed concerns about limiting pension 
contributions, and asked us to review any options that may be 


available. 


The proposed Federal Budget of 1985 has addressed these concerns and 
employees will be allowed greater pension contributions than is 


currently permitted if such legislation is passed. 


PENSIONS OF EMPLOYEES APPROACHING RETIREMENT WILL BE AFFECTED 


In this report we recommend that several jobs receive pay increases. 
Incumbents in these positions, who are close to retirement, will not 
receive full pension for the true value of ther respective jobs if 


they are moved further back in the ranges for the job. 


Council may wish to make special arrangements for these employees. 


In this section, we have presented some recommendations that are not 


directly pay related. 


VII. CONCLUSION 
We believe that the commitment of the department heads in the conduct of 


this 


study, coupled with the broad participation of employees in 


completing Job Information Questionnaires, will result in a major 


improvement in Hamilton-Wentworth's salary administration program. 


We appreciate the opportunity to provide assistance to the Region of 


Hamilton-Wentworth in this important undertaking. 


CURRIE, COOPERS & LYBRAND 
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FACTORS IN THE JOB EVALUATION PLAN 
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~ FACTORS USED IN THE 
CURRIE, COOPERS & LYBRAND 
UNIVERSAL JOB EVALUATION PLAN 
KNOWLEDGE GAINED BY FORMAL EDUCATION AND PREVIOUS 
TRAINING. 
KNOWLEDGE GAINED BY EXPERIENCE. 


COMPLEXITY OF DECISIONS AND INGENUITY REQUIRED. 


SUPERVISORY, TRAINING, MANAGEMENT AND ADVISORY 


RESPONSIBILITIES. 


TYPE OF SUPERVISION RECEIVED AND LIMITING FACTORS. 


CONSEQUENCE OF ERROR AND BUDGET RESPONSIBILITIES. 


CONFIDENTIALITY. 


CONTACTS. 


PHYSICAL SKILLS AND EFFORTS. 


WORKING CONDITIONS. 
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REGION OF HAMILTON-WENTWORTH 


LADDER CHART 


*Asterisk indicates jobs are slotted due to salary market. 
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PARTICIPANTS IN SALARY SURVEY 


LIST OF MUNICIPALITIES AND CITIES SURVEYED 


Metropolitan Toronto 
Regional Municipality of Durham 


of 


Haldimand-Norfolk | 

Halton 

Niagara 

Ottawa-Carlton 

Sudbury 

Waterloo 
ne * Peel 

Barrie 

Belleville 

Brantford 

Brockville 

Burlington 

Chatham 

Etobicoke 

Gloucester 

Kingston 

Kitchener 

London 

Toronto 

Mississauga 

Nanticoke 

Nepean 

Niagara Falls 

North Bay 

North York 

Ottawa 

Owen Sound 

Pembroke 

Peterborough 

Port Colborne 

Sarnia 

Sault Ste. Marie 

Ste Catharines 

St. Thomas 

Stratford 

Sudbury 

Thorold 

Thunder Bay 

Trenton 

Waterloo 

Welland 

Woodstock 
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COMPARATIVE SALARIES FOR GENERIC POSITIONS 
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RECOMMENDED SALARY RANGES, 1986 
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STEP 1 


73,700 
70,400 
62,700 
58,600 
53,500 
49,800 
45,900 
43,100 
41,500 
39,700 
35,000 
32,100 
30,000 
27,900 
25,100 
23, 300 
20,700 


CITY OF HAMILTON 


SIEP. 2 


76,800 
73,300 
65,300 
61,000 
55,700 
51,800 
47,900 
44,900 
43,300 
41,400 
36,400 
33,400 
31,200 
29,100 
26,100 
24,200 
21,600 


STEP 3 


80,000 
76,400 
68,000 
63,600 
58,100 
54,000 
49,900 
46 , 800 
45,100 
43,100 
38 ,000 
34, 800 
32,500 
30, 300 
27, 200 
25, 300 
22,500 


REGION OF HAMILTON-WENTWORTH 


Recommended 1986 Salary Ranges Based on 1984 Comparative Data 


STEP 4 


83, 300 
79,600 
70,800 
66,200 
60, 500 
56, 300 
51,900 
48 , 800 
46,900 
44,900 
39 ,600 
36, 300 
33,900 
31,600 
28 , 300 
26, 300 
23,400 
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STEP 5 


86,800 
82,900 
73,800 
69,000 
63,000 
58, 600 
54,100 
50, 800 
48,900 
46,800 
41,200 
37,800 
35,300 
32,900 
29,500 
27,400 
24,400 
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